To explore these questions, we analyze and evaluate union first contracts along four primary dimensions. First, we inventory the basic workers' rights provided by these contracts, which go beyond the very limited rights provided by federal and state labor law under the "employment at will" system. Second, we evaluate how first contracts provide workers and their unions with the institutional power to shape work and the labor process on a day-to-day basis. Third, we explore how first contracts codify the presence and power of unions in daily work life, and we evaluate which institutional arrangements provide a meaningful role for workers and their unions in their workplaces. Fourth, we examine the kinds of workplace benefits that are codified and supplemented in first contracts, gaining important insights into the types of human resource practices that exist in newly unionized workplaces. Finally, by examining the interactions among these four dimensions, we explore the limitations of what first contracts have been able to achieve in the current organizing environment, and what it would take for unions to improve the quality of first contracts.
PREVIOUS RESEARCH ON FIRST CONTRACTS
There is a growing body of literature on organizing in both the private and public sectors Milkman and Voss 2004) . However, only a small portion of this research extends to firstcontract campaigns (Bronfenbrenner 1996 (Bronfenbrenner , 2001 Hickey 2002; Hurd 1996) . Collective bargaining agreements are regularly evaluated for patterns, outcomes, and emerging basic language, yet this work rarely distinguishes between first and subsequent agreements (Bureau of National Affairs 1995; Kumar 1989) . A series of studies evaluates the financial impact of unionization and first contracts on employers (DiNardo and Lee 2004; Freeman 1981) .
The U.S. Bureau of Labor Statistics (BLS) regularly gathers data on the wage differential between the union and nonunion sectors of the economy (BLS 2003a,b) . But, here too, little effort has been made to look specifically at the impact of union first contracts. Furthermore, it is inadequate to focus only on the financial rewards of unionization. Nonfinancial issues such as dignity, fairness, and workplace control are often the key issues in organizing campaigns and remain central in the development of initial union contracts (Bronfenbrenner 1996; Bronfenbrenner and Hickey 2004) . Comparing firms where organizing did or did not take place, Freeman and Kleiner (1990, S8) found only moderate wage gains through unionization but suggest that "newly organized workers made significant gains in the areas of grievance procedures, job posting and bidding, and seniority protection." To date, however, there is no detailed quantitative assessment of these nonfinancial yet crucially important aspects of first agreements.
RESEARCH METHODS
This research is based on a content analysis of 175 union first contracts in both the public and private sectors. The contracts were assembled as part of Bronfenbrenner's previous research on private sector first-contract campaigns (1997a) and on research on public sector first-contract campaigns by Bronfenbrenner and Juravich (1995) and Juravich and Bronfenbrenner (1998) . 1 We recognize that these contracts from 1987 through 1996 are less than current, but they draw from the only existing national random samples of first contract campaigns in both the public and private sectors. A review of first contracts collected as part of Bronfenbrenner's most recent first-contract study (2001) suggests no major changes in the nature and extent of first contracts in the last decade.
Because of the lack of prior research on first-contract content, we were forced to develop an entirely new research typology to evaluate the multiple dimensions of first-contract gains.
2 For all 175 first contracts, we evaluated each contract along 296 parameters, measuring the extent and nature of various contract provisions.
3 Unfortunately, due to the absence of previous research in this area, there are no analogous earlier data to which our findings can be compared. Thus, our hope is that this research typology will provide a baseline upon which future union contracts can be compared and will encourage further research in this area. Table 5 .1 provides baseline information on our sample. The first contracts are almost equally divided between the private and public sectors. The vast majority (82 percent) of the contracts were negotiated on a local level, with an average duration of slightly more than two years. In the private sector the major industries represented include manufacturing (34 percent) and health care (31 percent). Blue-collar units represent the largest proportion (39 percent) of the private sector contracts, followed by service and maintenance units, wall-to-wall units, and professional/technical and white-collar units. In the public sector the contracts are concentrated in service and maintenance units (43 percent) and professional/technical units (17 percent), primarily in education (53 percent) and municipalities (44 percent).
A majority of the workers covered under these agreements are women. This is especially true in the public sector, where women average 67 percent of the unit compared to 38 percent in the private sector. Workers of color are more concentrated in private sector units, where they represent the majority in almost half the units. Table 5 .2 summarizes the basic workplace rights provided for in first contracts. Most of these protections are already "guaranteed" by federal and state legislation. Yet, contractual antidiscrimination language is important for two reasons. First, it demonstrates to the employer, union members, and the broader community that the union is concerned about these issues. But equally important, it provides an enforcement mechanism that involves significantly less effort, cost, and time than claims filed under state or federal law.
BEYOND EMPLOYMENT AT WILL
As we can see from Table 5 .2, nearly three-quarters of the contracts in our sample contained a discrimination clause, with about two-thirds covering a range of types of discrimination including race, gender, national origin, religion, age, and disability. Of the units with at least 25 percent women, 63 percent had gender discrimination language, while 73 percent of the units with at least 25 percent workers of color had language covering race discrimination. Fewer than 25 percent of the contracts cover other types of discrimination, such as sexual orientation, political affiliation, and veteran status. Only 6 percent had sepa-rate sexual harassment language, and 1 percent had separate pay equity language.
For nearly all the most common antidiscrimination protections, the percentage of public sector contracts including these protections was 10-20 percent lower than the private sector contracts. This may result from the fact that many public sector workers may be covered by state and local discrimination laws that provide them a more streamlined process for filing antidiscrimination suits than federal protections.
Seventeen percent of the first contracts go beyond basic workplace rights to include specific contract language that requires management to treat employees with respect and dignity. Respect and dignity issues are often core elements of successful organizing campaigns, and these clauses provide an opportunity for the union to file grievances and publicly question management's reputation, even when other contract clauses have not been violated.
As is clear in Table 5 .2, in a significant departure from the nonunion employment-at-will environment, nearly three-quarters of the contracts we examined require discipline and discharge to be based on just cause, thus constraining management's ability to play favorites or to intimidate and threaten workers who challenge them. Nearly 40 percent of first contracts also codify Weingarten rights for union members to obtain union representation when they believe that they will be disciplined, and 13 percent expand on those rights by requiring the employer to notify the employee of his or her right to union representation before the disciplinary meeting begins.
Virtually all the contracts in our sample (96 percent) create a grievance procedure with third-party arbitration. Employers, who before the first contract was settled retained sole authority to make decisions in the workplace, become bound by a system that allows for independent third-party review of disputes between management and employees. This due process language is the most widespread provision in this study, and provides the enforcement mechanism that guarantees all the other clauses in the first agreement. A quarter of the contracts permit class-action grievances where the remedies apply to all those affected by the violation. 
UNION RESTRICTIONS ON MANAGEMENT RIGHTS
In addition to these basic rights, first contracts contain language outlining a system of rational and equitable rules and procedures for workplace practices, restraining unilateral decisions by management. As we can see in Table 5 .3, seniority plays a key role in developing consistent, nonarbitrary procedures for promotions, layoffs, recall, transfers, and vacation and overtime scheduling. However, seniority is less of a feature in public than in private sector agreements because in many cases it is already codified in civil service law.
It is important to note that none of the seniority clauses in the first contracts in our sample include affirmative action language to protect women and workers of color from being "last hired, first fired." This is a relevant issue for the labor movement, particularly since women and workers of color continue to make up the majority of new workers organized. This lack of language on affirmative action may not just be the result of bargaining. Over the past decade we have seen an increasing number of legal challenges to affirmative action, which has made many public entities hesitant to sign on to these types of provisions.
The first contracts we examined also contain language laying out the process for promotions and the filling of vacancies beyond basic seniority rights. More than three-quarters of agreements in both sectors provide for the posting of vacancies. In 40 percent of the contracts internal candidates are given priority in hiring. More than one-third of the contracts provide for provisional transfer to newly posted positions. However, very few contracts provide opportunities for part-time employees to bid on full-time work.
Thirty-eight percent of the contracts go beyond state and federal wage and hour laws to require overtime pay after 8 hours and 6 percent provide overtime for work beyond an employee's regularly scheduled hours. This is particularly important for part-time workers, who otherwise are frequently asked to work additional hours but not enough to reach the legislated threshold of 40 hours a week.
While expanded hours and mandatory overtime are an increasing problem in today's workplaces, virtually none of the contracts set limits on mandatory overtime. These provisions mirror contract negotiations in general, where even after long strikes few unions have succeeded in eliminating 12-hour days or cutting back on mandatory overtime (Franklin 2001) .
A number of contracts in our sample, particularly those in the private sector, where weekend and evening shifts are more common, have clauses that codify and/or expand upon shift differentials (supplemental pay) for those employees who work outside of the regular workday or workweek. Nearly one-half of private sector first contracts guarantee a shift differential for evening work, while a smaller percentage establish differentials for weekend work.
One-third of private sector contracts and 51 percent of public sector contracts have language outlining work schedules and hours. Many contracts also require the posting of schedules and notice of, or protection from, changes outside workers' regularly scheduled hours. These clauses are important because they provide workers predictability and control over their work schedules. Workload and minimum staffing, serious issues in almost every workplace, are addressed in only 7 percent of first agreements. This reflects the fact that most employers aggressively oppose any inclusion of staff and workload protections in the contract and frequently argue that these are absolute management rights.
Health and safety is another area that dramatically distinguishes union from nonunion workplaces. Forty-two percent of all contracts and 55 percent of private sector contracts have grievable health and safety clauses. Thirty-one percent include language requiring employers to provide protective equipment, and 30 percent establish a joint health and safety committee. Only a small number (6 percent) give workers the right to refuse unsafe work, and only 5 percent guarantee workers and unions the right to health and safety information.
Unions have not been very successful in gaining significant job security protections in first contracts, despite the increasing importance of such language in a climate of corporate restructuring, technological change, privatization, and capital mobility. As described in Table 5 .3, approximately one-third of private sector first agreements include some language governing restrictions on successorship, restricting the use of temporary workers, subcontracting, and supervisors doing bargainingunit work. Much less common are provisions relating to new owners honoring the agreement, union notification of closure, and technological change. Table 5 .4 presents data on how union rights and practices become codified and institutionalized after the signing of an initial union agreement. First contracts lay out the parameters by which unions operate on a day-to-day basis. Nearly two-thirds of all the first contracts in our sample have an agency or union shop, thereby laying a foundation upon which the union can more easily establish and maintain its presence in the workplace. For those with open shops, 91 percent of the private sector contracts and 69 percent of the public sector contracts were in right-to-work states, where open shops are required. Union security is further strengthened in the three quarters of the first contracts that allow for dues check-off-where union dues and/or agency fees are automatically deducted from workers' paychecks.
UNION RIGHTS AND PRACTICES UNDER FIRST CONTRACTS
Another essential element of union representation is language guaranteeing staff and officers access to the workplace and to bargainingunit members. Forty-five percent of private sector first contracts and 25 percent of public sector first contracts have liberal union access policies allowing union representatives to meet with employees in the workplace without having prior authorization from the employer or being restricted to certain times and certain areas. This is less of an issue in the public sector, however, because a combination of open meeting and public access laws provides union representatives, as members of the public, equal access to any public areas or public meetings.
Nearly one-half of first contracts provide stewards release time to investigate grievances, although this is more prevalent in the private sector than in the public sector. Approximately one-third grant stewards paid release time to investigate grievances on company time. Fiftyeight percent of first contracts grant stewards release time for grievance processing, and almost half allow this to take place on paid company time. Less than 10 percent of the contracts in both sectors have contract language allowing for new member orientation, despite the importance of such language in recently organized units, where everyone is new to the union.
More than one-third of the contracts provide union leave for officers and 25 percent provide union leave for members to attend union meetings and conventions. Only a few of the contracts in our sample (9 percent) provide union leave for officers to conduct union business outside the workplace, while 19 percent provide for union leaders to take union-funded positions, protecting their right to return to the bargaining unit. Table 5 .5 summarizes the workplace benefits provided by the first contracts in our sample. Health insurance, pension plans, leaves of absence, pay systems, training, and continuing education are fundamental concerns for unorganized workers, and are areas that have shown a substantial differential between union and nonunion workplaces. For example, according to BLS data, 72 percent of unionized workers are covered by defined benefit pension funds compared to only 15 percent of nonunion workers, while 60 percent of unionized workers have medical care benefits compared to 44 percent of nonunion workers (BLS 2003a,b) . Beyond ensuring basic rights, fair and equitable standards, and an institutional presence already discussed, these workplace benefits help to create and protect a certain quality of life for workers and their families. The extent and nature of these contract clauses also inform us about the kinds of human resources practices in operation in newly organized workplaces, some of which existed before the organizing campaign but then were codified and guaranteed in the first agreement.
BENEFITS IN NEWLY ORGANIZED WORKPLACES
Overall, 89 percent of the first contracts provide contractual guarantees for some form of health insurance. Yet, reflecting the spiraling costs of health care that had begun to escalate during the period these contracts were negotiated, only 10 percent provide fully paid health insurance for workers and dependents. This is a significant departure from union contracts a generation ago, when many newly organized workers were brought into master agreements, which provided fully paid family health insurance and union health and welfare plans.
Pension plans are provided for in only 39 percent of first agreements, with employer-sponsored saving plans offered in an additional 12 percent and retiree health benefits offered in only 8 percent. Here, too, we see a significant departure from the kinds of retirement benefits that once were a common element of large industrial and public sector agreements reflecting, in part, the growing efforts by U.S. employers to cut costs and long-term liabilities by shifting to a more contingent and less costly workforce.
Nearly three-quarters of the first contracts provide for some sick leave benefits. Sick leave benefits are much more prevalent in the public sector than in the private sector, but are more likely to be prorated for part-time workers in private sector units with significant numbers of part-time workers. In approximately one-third of the contracts, sick leave may be taken for sick children and other sick dependents.
Unlike sick leave, vacation and holiday benefits are slightly less common in the public sector, partly because most public sector holidays are set by law and, for public school employees, vacations are often taken outside of the nine-month employment period. Seventy-two percent of private sector contracts provide at least five paid holidays and 83 percent provide at least one week of vacation, while only 42 percent of public sector contracts provide a minimum of five paid holidays and 62 percent provide at least one week's vacation. A variety of other leaves are provided for in first contracts as well, with the majority of contracts including leaves for jury duty, bereavement, military service, and personal days. Table 5 .5 also presents data on the kinds of pay systems established by first contracts. Almost two-thirds of agreements provide for step systems. Given the arbitrariness of most nonunion pay systems that frequently involve wages being negotiated on a person-by-person basis, step systems are a significant accomplishment. In contrast, only 2 percent of the contracts had merit pay systems, which are the systems that dominate the nonunion environment. At the same time, cost-of-living adjustments are provided in only 2 percent of first contracts.
Training benefits are limited, with only one-quarter of agreements specifying job training or in-service training provided for by the employer. Finally, employee involvement clauses were included in 28 percent of the first contracts we examined. However, most of these clauses lack union protections. Particularly with the growing management interest in joint programs, unions clearly need bargaining language that ensures that these programs are indeed joint and do not undermine the union or the contract. 
HOW COMPREHENSIVE ARE FIRST CONTRACTS?
In order to assess just how comprehensive these first contracts are, we also examined whether and how these individual provisions cluster together. While there are a number of methods that could be used to evaluate the comprehensiveness of initial union agreements, we evaluated the contracts in our sample based on whether they contained what we would consider a core set of provisions. This core includes antidiscrimination clauses, grievance and arbitration, steward rights in investigating and processing grievances, union access, and seniority for layoff.
4 While many contracts include important individual contract clauses, only 14 percent of the contracts in our sample contain all five of these core provisions. These data suggest that, while unions have made important strides in first contracts, considerably more work is necessary to achieve strong basic agreements.
We need to recognize that good contracts, like organizing victories, don't just happen. Given the increasing level of employer opposition to unions, extending all the way through the first-contract process, winning first contract requires much more than simply good bargaining skills. As previous research has shown, unions can win first contracts only when they utilize a comprehensive, multifaceted, union-building strategy throughout both the organizing and the first-contract campaign (Bronfenbrenner 1996; Bronfenbrenner and Hickey 2004) .
In the final analysis, the quality of the first contract that a union achieves is a direct product of their power-the power to stop or slow production, to interfere with companies' profit centers, growth strategies, or key relationships, or to bring influence to bear on the key decision makers of a larger employer. In the context of growing employer opposition, it is not enough to infer this power at the bargaining tables. Instead, unions that have successfully achieved stronger first agreements have continued to use the same kind of comprehensive grassroots tactics inside and outside the workplace and in the broader community that helped them first achieve a union victory in the certification election or card check recognition process and then throughout the firstcontract bargaining campaign that follows. These direct expressions of members support and activism-whether it be wearing union buttons or t-shirts, or holding solidarity days, community events, or mini-job ac-tions-combined with more indirect but still member-intensive leverage strategies involving customers, suppliers, regulators, or investors, are clear reminders to management of union power and are fundamental in achieving positive results.
Indeed, a cursory analysis of the data here suggest that, in those units where the union runs a moderately aggressive organizing campaign, the likelihood that any of the five core elements will be included in a first contract rises between 5 and 20 percentage points. More aggressive and strategic organizing and first-contract campaigns not only increase the probability of winning the organizing campaign and settling the first contract, but also improves the quality and strength of the first contracts themselves.
Clearly, more energy and attention need to be devoted to developing and implementing more comprehensive and strategic first-contract campaigns. In addition to running more aggressive first-contract campaigns, unions need to work together to share hallmark first-contract language and to explore creative contract language. One of the discouraging findings of this research is that few contracts contained language addressing job loss, staffing, mandatory overtime, technological change, privatization, and plant closing-crucial issues facing workers today. While these are difficult issues to take on even in mature bargaining relationships, unions need to begin addressing these issues in first agreements.
It is also important to recognize that first-contract language is simply that-language-until and unless the union does what it takes to implement and enforce what it has negotiated in the agreement. Antidiscrimination language is worthless if members of a local union are too intimidated to file and follow through on grievances, or the local leadership fails to take discrimination violations seriously. Seniority and bidding language are meaningless if the union turns a blind eye when less senior workers are moved into higher-paying jobs.
While we have not gathered data on the operation and effectiveness of the local unions where these first contracts were negotiated, we suggest that the shape and scope of the organizing and first-contract campaign is a major predictor of a local's ability to use and enforce a first contract to its fullest. Campaigns that develop and utilize representative rank-and-file leadership, and that start acting like a union long before the first contract is reached, are much more likely to already have in place the leadership structure and membership involvement necessary to make the most of the first-contract language they negotiate. When both organizing and first-contract campaigns are weak, it not only leads to weaker first-contract language, but also to less capacity to utilize and enforce that language once the first contract is won.
CONCLUSIONS
As we have seen, first contracts constitute significant victories for workers and their unions. These contracts provide important basic rights that go far beyond employment-at-will and institute a grievance procedure that allows for the enforcement of these rights. They also contain important restrictions on management rights, substituting seniority and equitable systems for the assignment of work, promotions, and layoffs, for arbitrary employer control. In addition, they establish an institutional presence for the union and the rank-and-file leadership in the workplace. Finally, first contracts establish, codify, and expand health insurance, pensions, and substantial paid leave benefits.
While some unions are more successful in some areas than others, clearly these contracts provide the foundation for a fundamentally different employment relationship than that which existed prior to the union organizing campaign. We must remember that these agreements are only the first in what typically become stronger agreements over time. The establishment of a grievance system, just cause, union access, and stewards' rights is an enormous accomplishment for workers and unions confronting employers who for decades clung to their absolute "right to manage" and who fought the union organizing effort with everything they could. Even if less than comprehensive, these agreements make significant inroads into management prerogatives and, in future negotiations, leave room to strengthen and expand these inroads into management control.
Our findings also suggest that union first contracts could be more comprehensive. While this does not diminish the significant victories that the first contracts we studied represent, it reminds us of the promise and potential for strong first contracts and the strong unions that go with them. Workers risk so much to bring a union into their workplace; it is imperative that the labor movement do everything in its power to ensure that the contracts they achieve, and the unions they build, make those risks worthwhile.
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1. The 55 contracts in the first private sector study were based on the 119 elections won in a random sample of 261 organizing campaigns that took place between July 1986 and June 1987. Copies of the first contracts were collected from 55 (69 percent) of the 80 negotiators who returned surveys in units where the first contract was reached (Bronfenbrenner 1996) . The 39 contracts collected in the second private sector study were based on 155 elections and 18 voluntary recognitions won from a random sample of 525 NLRB organizing campaigns that took place from 1993 to 1995 (Bronfenbrenner 1997b) . First contracts were collected for 39 (59 percent) of the 69 returned surveys from campaigns where a first contract was won. The 81 contracts collected in the third study were based on the 149 elections won from a random sample of 250 state and local certification elections in 1991 and 1992. First contracts were collected in 81 (63 percent) of the 129 cases in our sample where the election or voluntary recognition was won (Juravich and Bronfenbrenner 1998) .
2. Anyone interested in a copy of the instrument we developed to conduct the content analysis should contact the authors at juravich@lrrc.umass.edu or klb23@cornell.edu. 3. We did not include wage gains in these data because we were unable to obtain reliable information on the pre-organizing campaign base wage rate, since so few unorganized workplaces had established wage scales and employers frequently grant illegal wages increases during the course of the union campaign (Bronfenbrenner 2001). 4. These five fundamentals are defined as follows: race and gender discrimination plus at least one of the following antidiscrimination clauses: union activity, age, sexual harassment, sexual orientation, family status, handicap, or national origin; just cause; steward release time to investigate and process grievances (paid or unpaid); at least some union access (liberal or restricted); and seniority for layoffs.
